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REZIME

Nagradivanje zaposlenih je jedna od aktiv-
nosti menadzmenta ljudskih resursa koja se
odnosi odredivanje kolicine novac, dobra i
usluga koje zaposleni dobijaju od poslodav-
ca u zamjenu za njihov rad. S obzirona na to
da je adekvatno dizajniran sistem nagradi-
vanja jedan od uslova za stabilno poslovanje,
uspjesno obavljanje radnih aktivnosti, ali i
ostvarivanje postavljenih ciljeva svake orga-
nizacije, osnovna tema ovog rada jesu upravo
sistemi nagradivanja zaposlenih, sa posebnim
fokusom na razlicite elemente ovog sistema.
Svrha rada jeste da opise ulogu i znacaj po-
smatranog sistema, kao i da ukaze na njegovu
ulogu u motivisanju zaposlenih radnika.

Na osnovu izvrSene analize u radu se doslo
do brojnih zakljucaka na osnovu kojih je doka-
zano da adekvatno dizajniran sistem nagradi-
vanja zaposlenih ima brojne prednosti za or-
ganizaciju, ¢ime se apostrofira njegov znacaj.

Kljucne rijeci: organizacija, menadZzment,
menadzment ljudskih resursa, sistem nagradivanja
zaposlenih, nagrade, kompenzacija, stimulacije,
beneficije

uvaoD

Kada se govori o aktivnostima menadzmenta
kao procesa upravljanja u preduze¢ima, moze
se re¢i da u danaSnje vrijeme veliki znacaj ima
upravo menadzment ljudskih resursa koji se
odnosi na politike, prakse 1 sisteme koji uti-
¢u na ponasanje zaposlenih, njihove stavove i
radnu uspjesnost. S obzirom na to da ne po-
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SUMMARY

Employee rewarding is one of the activities
of human resource management concerning
the management of money, goods and ser-
vices that employees receive from their em-
ployer in exchange for their work. Given that
a properly designed reward system is one of
the conditions for a stable business, success-
ful performance of work activities and the
achievement of set objectives in each organ-
ization, the basic theme of this paper is the
employee reward system, with a special focus
on different elements of it. The purpose of this
paper is to describe the role and significance
of the observed system and to draw attention
to its role in employee s motivation.

Based on the given analysis many conclu-
sions have been drawn. It has been proved
that a properly designed employee reward
system has many advantages for the organi-
zation, which emphasizes its importance.

Keywords: organization, management, human
resources management, employee reward
system, reward, compensation, incentives,
benefits

INTRODUCTION

When speaking about the management ac-
tivities that take place in organization, it can
be said that human resource management
plays an important role in it. Human resource
management refers to policies, practices and
systems that affect the behavior of employees,
their attitudes and work performances. Since
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stoji jedinstven stav o aktivnostima koje su dio
ove funkcije, u literaturi se od strane razli¢itih
autora mogu pronaci razli¢ite klasifikacije ak-
tivnosti menadzmenta ljudskih resursa. Ipak,
vec¢ina ovih definicija u aktivnosti iz domena
upravljanja ljudskim resursima ubraja i nagra-
divanje zaposlenih radnika. O aktivnostima
nagradivanja govore brojni teoreticari, prakti-
Cari, ali 1 istrazivaci koji se ovom tematikom
bave Sirom svijeta, pa je upravo iz tog razloga
ovaj rad posvecen analizi sistema nagradivanja
zaposlenih u organizacijama.

Ako se organizacija posmatra kao grupa lju-
di koji su okupljeni oko istog cilja, moze se
uociti da u njoj postoje odredene interakcije i
odnosi izmedu razli¢itih ¢lanova koji ¢ine or-
ganizaciju. Ove organizacije imaju potencijal
da ostanu odrzive samo onoliko dugo koliko
njihovi ¢lanovi ucestvuju i ukljucuje se u po-
slovne aktivnosti usmjerene ka postavljenim
ciljevima. Prilikom obavljanja ovih aktivno-
sti neophodno je da se zaposleni ponasaju na
pozeljan nacin, §to se moze omoguciti kroz
obezbjedivanje podsticaja koji za zaposlene
imaju odredenu vrijednost. Ovaj proces raz-
mjene ili transakcije predstavlja srz odnosa
izmedu poslodavaca i zaposlenih i moze se
posmatrati kao vrsta ugovora kojom se stva-
ra reciprocna obaveza izmedu posmatranih
strana. U centru te razmjene nalaze se odluke
poslodavaca i zaposlenih u vezi sa sistemom
nagradivanja.

Ovaj rad upravo ¢e se posvetiti izu¢avanju
znacaja sistema nagradivanja, pa se osnovni
problem istrazivanja u ovom radu definiSe u
obliku pitanja: Koju ulogu ima sistem nagradi-
vanja u organizacijama? S obzirom na to da de-
finisani problem istraZivanja koji je ekonomske
prirode, kao predmet istraZivanja moze se nave-
sti podrucje ekonomije sa posebnim fokusom na
menadzment ljudskih resursa. Osnovni cilj rada
jeste da se utvrdi i objasni znacaj sistema nagra-
divanja za zaposlene radnike. Da bi se ostvario
postavljeni cilj, definisana je 1 hipotezu od koje
se polazi u ovom radu, a kojom se tvrdi da ade-
kvatno dizajniran sistem nagradivanja zaposle-
nih predstavlja vaZan izvor motivacije i donosi
organizaciji brojne prednosti. Pored uvoda, za-
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there is no consensus on the activities that are
part of this function, different classifications
of human resource management activities de-
fined by various authors can be found in the
literature. However, most of these definitions
include rewarding as one of the activities in
the field of human resource management. Nu-
merous scholars, practitioners and research-
ers engaged in this issue around the world
discuss these activities and that is the reason
why this paper is dedicated to the analysis of
the employee reward system in organizations.

If we look at the organization as a group of
people who are gathered around the same goal,
we can see that there are certain interactions
and relationships between different members
in it. These organizations have the potential
to remain viable as long as their members
participate and engage in business activities
directed toward set goals. When performing
these activities, it is essential that employees
conduct themselves in an acceptable way,
which can be enabled through the provision
of incentives that create certain value for the
employees. This exchange process or transac-
tion represents the core of the relationship be-
tween employers and employees and can be
seen as a type of contract that creates recip-
rocal obligations between the observed sides.
In the center of this exchange are decisions
about reward system made between employ-
ers and employees.

This paper will be devoted to the signifi-
cance of reward system. Basic research prob-
lem in this paper is defined in the form of a
question: What role does the reward system
has in organizations? Due to defined research
problem, which is economic in nature, an area
of the economy with a special focus on hu-
man resource management can be indicated
as the subject of research. The primary goal
is to determine and explain the importance of
an employee reward system, and for that pur-
pose the hypothesis is defined. It states that
properly designed employee reward system is
an important source of motivation and brings
many benefits to organizations. In addition
to the introduction, conclusion and literature,
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kljucka 1 literature, rad se sastoji iz dva dijela.
U prvom dijelu rada objasnice se pojam i znacaj
sistema nagradivanja, dok su u drugom dijelu
rada opisani elementi ovog sistema.

POJAM | ZNACAJ SISTEMA
NAGRADIVANJA ZAPOSLENIH RADNIKA

Sistem nagradivanja predstavlja centralno,
integrisano obiljeZje pristupa menadZmentu
ljudskih resursa (Torrington, Hall i1 Taylor,
2004). Ovaj sistem se najlakSe moze defi-
nisati kao sistem koji se odnosi na novac,
dobra 1 usluge koje zaposleni dobijaju od
poslodaveca u zamjenu za njihov rad, Sto
predstavlja definiciju u uZem smislu. Sa dru-
ge strane, sistem nagradivanja u Sirem smi-
slu, pored naknada, podrazumijeva i sistem
za ocjenu performansi zaposlenih, s obzirom
na to da ocjene Cesto imaju 1 vaznu ulogu
za odredivanje razli¢itih naknada (Bogicevi¢
Miliki¢, 2008, str. 275). Brojne su prednosti
koje adekvatno dizajniran sistem nagradiva-
nja ima za sve zaposlene u organizaciji, pa
je on od velikog znacaja za radnu snagu jer
direktno uti¢e na zivotni standard zaposle-
nih radnika, odrzava stanje radne atmosfere
i dobrih meduljudskih odnosa u organizaciji
(Stangl-Susnjar i Zimanji, 2005, str. 314).

Osnovu sistema nagradivanja ¢ine nakna-
de (nadoknade, kompenzacije ili zarade)
zaposlenih radnika. One se odnose na sve
vidove plata ili nagrada koje se isplacuju za-
poslenima, a koje proisticu iz njihovog rada
(Dessler, 2007, str. 213). Tako se razli¢itim
vrstama naknada nagraduju zaposleni za
obavljeni rad i pruzene usluge. [z navedenog
se vidi da je naknada jedan od najvaznijih
elemenata modernih organizacija, s obzirom
na to da je ona sve ono $to kompenzuje, po-
krece, motivise i nagraduje zaposlene za po-
sao koji obavljaju (Tropman, 2001).

Postoji nekoliko razloga zbog kojih bi orga-
nizacije trebale biti posvecene kreiranju ade-
kvatnog sistema nagradivanja, s obzirom na to
da se osnovna svrha ovog sistema ogleda u pri-
vlac¢enju, zadrzavanju 1 motivisanju zaposlenih
radnika (Babi¢ i Luki¢, 2008). Prvi razlog jeste

the paper consists of two main parts. The first
part will explain the concept and importance
of the reward system, while the second part
describes the elements of it.

THE CONCEPT AND IMPORTANCE OF
THE REWARD SYSTEM

The reward system is a central, integrated
feature of the approach to the human resource
management (Torrington, Hall and Taylor,
2004). This system can easily be defined as
a system that relates to money, goods and
services that employees receive from their
employer in exchange for their work, which
is strictly defined. On the other hand, the re-
ward system in the broad sense includes also
a system for the performance evaluation of
employees, since the grading system often
plays important role in determining various
rewards (Bogi¢evi¢ Miliki¢, 2008, p. 275).
There are many benefits that a properly de-
signed reward system has for all employees
in the organization. It is of great importance
to the work force as it has a direct impact on
the living standard of workers, maintains the
working atmosphere and good interperson-
al relationships in the organization (Stangl
-Sugnjar and Zimanji, 2005, p. 314).

The basis of the reward system consists of
employees charges (fees, remuneration, com-
pensations or earnings). This applies to all
forms of prizes or rewards which are given
to employees and based upon performed la-
bor (Dessler, 2007, p. 213). Thus, employees
are awarded for performed work and servic-
es with various types of rewards. The above
mentioned shows that the reward is one of the
most important element of modern organiza-
tion, since that is the main driving force that
compensates, motivates and rewards employ-
ees for their work (Tropman, 2001).

There are several reasons why organizations
should be dedicated to the creation of an ade-
quate reward system, since the main purpose
of it is to attract, retain and motivate employ-
ees (Babi¢ and Luki¢, 2008). The first reason
is to attract all people that organization needs,
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cilj da se privuku svi oni ljudi koji su potreb-
ni organizaciji, a posebno visokokvalifikovani
radnici koji ¢e pomocu svojih znanja 1 vjestina
doprinijeti uspjeSnom poslovanju. Privlacenje
radnika sa pozeljnim kvalifikacijama uslovljeno
je postojanjem odgovarajuceg sistema nagradi-
vanja. Da bi se omogucilo stabilno poslovanje 1
uspjesno obavljanje radnih aktivnosti potrebno
je obezbijediti ne samo privlacenje nego 1 za-
drZavanje zaposlenih radnika. Tako je svrha si-
stema nagradivanja 1 zadrzavanje radnika kako
oni ne bi trazili bolji posao u drugim organiza-
cijama. Pored navedenih razloga cilj posmatra-
nog sistema jeste 1 motivisanje zaposlenih da
rade najbolje §to mogu. S obzirom na to da su
naknade jedan od vaznih faktora motivacije,
adekvatnim sistemom nagradivanja moze se
uticati na zaposlene da uspjesno obavljaju svoj
posao, Sto ¢e u krajnjem cilju dovesti i do ostva-
renja postavljenih ciljeva organizacije. Moze se
re¢i da je osnovna uloga sistema nagradivanja
u organizaciji da uskladi individualne interese
zaposlenih 1 strategijske ciljeve preduzeca kroz
privlacenje i zadrzavanje sposobnih ljudi, ohra-
brivanje 1 podsticanje zaposlenih da razviju svo-
je sposobnosti 1 znanja, motivaciju zaposlenih
1 kreiranje kulture u kojoj je zaposlenima stalo
do uspjeha preduzeca u kojem rade (Bogicevi¢-
Miliki¢, 2008, str. 275).

Prilikom dizajniranja sistema nagradivanja
1 odredivanja naknada za zaposlene potrebno
je da se menadZzment organizacije opredije-
li izmedu postoje¢ih principa ili kriterijuma,
odnosno da definiSe politiku nagradivanja.
Posebnu paznju potrebno je posvetiti praved-
nosti koja se odnosi na jednak ili fer tretman
svih zaposlenih, a koja pri tom obuhvata inter-
nu i eksternu pravednost (Bahtijarevi¢-Siber,
1999). Interna pravednost postoji ukoliko je
nadoknada zaposlenog pravi¢na u odnosu na
ostale zaposlene u organizaciji, dok eksterna
pravednost postoji u sluc¢aju kada je nadokna-
da zaposlenog pravicna u odnosu na radnike
koji u drugim organizacijama obavljaju iste ili
slicne poslove (Ili¢, 2014). Drugi princip od-
nosi se na odluku menadzmenta u vezi sa na-
¢inom ispladivanja naknada gdje se postavlja
pitanje da li ¢e se naknade isplacivati kao fiksni
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especially highly skilled workers who can use
their knowledge and skills to contribute to a
successful business. Attracting workers with
favorable qualifications is conditioned by the
existence of an appropriate reward system. In
order to allow work stability and successful
performance of all work activities it is neces-
sary not only to provide attraction but also re-
tention of the employees. The purpose of the
reward system is to keep the workers in ex-
isting organization which has direct positive
impact on decreasing fluctuation percentage.
In addition to the mentioned reasons the goal
of the observed system is also to motivate
employees to do their best. Since the reward
is one of the important factors of motivation,
adequate reward system may affect the em-
ployees to carry out their work successfully,
which ultimately leads to the achievement of
the set objectives of the organization. It can
be said that the main role of the reward sys-
tem is to align individual employees’ interests
and strategic objectives of the company by at-
tracting and retaining skilled people, encour-
aging and supporting employees to develop
their skills and knowledge, motivating em-
ployees and creating a culture where employ-
ees care about success of companies in which
they work (Bogicevi¢-Miliki¢, 2008, p. 275).

When designing a reward system and deter-
mining reward policy it is necessary that the
management makes choices between existing
principles and criteria. Particular attention
should be paid to ensure internal and external
equity, which means equal and fair treatment
for all employees (Bahtijarevié-Siber, 1999).
Internal equity exists if the employee’s re-
ward is fair compared to other employees in
the organization, while external equity exists
when an employee’s reward is fair compared
to workers in other organizations engaged
in the same or similar jobs (Ili¢, 2014). The
second principle relates to the decision of
management regarding the method of pay-
ment where the main question is whether the
reward should be paid as a fixed amount or
it will vary depending on defined criteria.
Most frequently encountered in practice is
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iznos ili ¢e one varirati u zavisnosti od defini-
sanih kriterijuma. U praksi se najceS¢e susrece
kombinacija ova dva modela, u smislu da se
dio naknada zaposlenima isplacuje u fiksnom
iznosu, dok je drugi dio naknada varijabilan.
Tre¢i kriterijum vezan je za izbor izmedu mo-
guénosti da se nagradivanje vr$i na osnovu
performansi (kroz individualni i grupni dopri-
nos) ili na osnovu ¢lanstva u organizacijama, a
potrebno je donijeti odluku da li ée se nagrade
bazirati na vrednovanju pojedinac¢nog posla ili
na znanjima 1 vjeStinama koje radnik treba da
posjeduje za obavljanje svojih poslovnih aktiv-
nosti (Gomes-Mejia, Balkin i Cardy, 2012, str.
313). Menadzment takode treba donijeti odlu-
ku da 1i ¢e postojati samo jedan sistem nagra-
divanja koji ¢e se odnositi na sve zaposlene,
ili ¢e on biti diferenciran u odnosu na razlicite
kategorije zaposlenih. Sesti princip podrazu-
mijeva odluku o nivou naknada, u smislu da li
¢e se one nalaziti iznad, ispod ili na trziSnom
nivou. Prilikom dizajniranja sistema nagradi-
vanja postavlja se 1 pitanje da li ¢e se naglasak
staviti na novcane ili na nenov¢ane naknade, a
veoma je bitno unaprijed odluciti i da li ¢e in-
formacije o zaradama zaposlenih biti javne ili
tajne. Menadzment treba da donese odluku i o
nacinu odluc¢ivanja o naknadama, gdje bi cen-
tralizacija podrazumijevala donoSenje odluka
na samom vrhu organizacije, dok bi u slucaju
decentralizacije odluke o naknadama donosili
rukovodioci odredenih organizacionih jedinica
(Fisher, Schoenfeldt i Shaw, 1993).

Pored navedenih kriterijuma o kojima odlu-
cuje menadzment, sistem nagradivanja u jednoj
organizaciji nalazi se i pod uticajem razliCitih
internih 1 eksternih faktora koji mogu da djeluju
na proces utvrdivanja naknada. Koliko poslo-
davci mogu ili moraju minimalno da plate zapo-
slenima, cijenu prekovremenog rada, beneficije
1 ostale komponente naknada odredene su prije
svega brojnim zakonima i zakonskim propisima
(Henderson, 1980). Pored zakona, veoma vaznu
ulogu u procesu utvrdivanja cijene rada ima i
nivo primanja u drugim organizacijama (Kova-
ch, 1987; Gerhart i Milkovich, 1991). Takode su
bitni i troskovi Zivota (DuMond, Hirsch i Macp-
herson, 1999), mogucnost placanja organizacije

the combination of these two models, in the
sense that first part of the reward is paid in
a fixed amount, while the second part of the
reward varies. The third criteria is related to
the choice between possibility to determine
reward based upon performance (through in-
dividual and group contributions) or based
upon membership in organizations. It is nec-
essary to decide whether the rewards should
be based upon evaluation of individual work
or it should be based upon knowledge and
skills which employee should possess to per-
form business activities (Gomes-Mejia, Balk-
in and Cardy, 2012, p. 313). Management
also needs to decide whether there will exist
only one reward system that will apply to all
employees, or will it be differentiated accord-
ing to different categories of employees. The
sixth principle implies a decision on the level
of rewards, in terms of whether they will be
placed above, below or at market level. When
designing a reward system it is important to
decide whether the emphasis should be on
monetary or non-monetary benefits. It is also
very important to decide in advance wheth-
er the information about the rewards will be
public or secret. Management should chose
decision making method, where centraliza-
tion would imply decision-making at the very
top of the organization while in the case of
decentralization decisions are made by the
head of certain organizational units (Fisher,
Schoenfeldt and Shaw, 1993).

In addition to the above criteria set by
the management, reward system is under
the influence of various other internal and
external factors that can directly determine
reward process. The minimum pay, the cost
of overtime job, benefits and other reward
components are primarily determined by a
number of laws and regulations (Hender-
son, 1980). In addition to the law, a very
important role in determining the cost of
labor has a level of income in other compa-
nies (Kovach, 1987; Gerhart and Milkovich,
1991). Costs of living (DuMond, Hirsch
and Macpherson, 1999), organizations abil-
ity to pay (Milkovich and Newman, 1999;
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(Milkovich i Newman, 1999; Gerhart, Minkoff
1 Olsen, 1995), kao i produktivnost samih zapo-
slenih (Bishop, 1987).

Ukoliko dizajnirani sistem nagradivanja nije
objektivan u organizaciji se najces¢e javljaju
brojni problemi kao §to su: absentizam, Straj-
kovi i nedostatak angazovanja na izvrSavanju
radnih zadataka (Stangl-Susnjar i Zimanji,
2005, str. 314).

ELEMENTI SISTEMA NAGRADIVANJA
ZAPOSLENIH RADNIKA

Kako naknade predstavljaju ukupne zarade ili
nadoknade koje zaposleni dobijaju od poslodav-
ca u zamjenu za ulozeni rad, u organizacijama
se mogu pronaci naknade u razli¢itim oblicima.
lako razlicite organizacije koriste razlicite siste-
me nagradivanja, sve naknade mogu se klasifi-
kovati u dvije osnovne grupe i to: materijalne i
nematerijalne (Vidakovi¢, 2012). Materijalne ili
finansijske naknade predstavljaju temelj siste-
ma nagradivanja i odnose se na sve materijalne
nadoknade koje zaposleni radnici primaju od
svojih poslodavaca za rad i obuhvataju razlicite
direktne 1 indirektne oblike nagradivanja. Kada
su u pitanju direktne materijalne naknade, njih
¢ine sve vrste naknada koje zaposleni dobijaju
u gotovini, a obuhvataju: osnovnu platu, pove-
¢anje osnovne plate radi odrzavanja kupovne
mo¢i i stimulacije.

Osnovna plata predstavlja najvazniju kom-
ponentu sistema nagradivanja, odnosno indi-
vidualnu naknadu ili novac koji je poslodavac
obavezan isplatiti zaposlenom za posao koji je
obavio u odredenom vremenu, bez obzira na
njegov ucinak (Ili¢, 2014, str. 283). Za izradu
sistema plata najcesce se koriste razliciti alati,
kao Sto su: aktuelizovani opis posla, procjena
posla, podaci o platama na trziSu rada 1 struk-
tura plata (Cascio, 2013, str. 423). Opis posla
1 specifikacija posla nastaju kao rezultat pro-
cesa analize posla kojim se definiSu svi poslo-
vi koji se obavljaju u jednoj organizaciji, kao 1
duZznosti, odgovornosti, zadaci i1 zahtjevi koje
svaki posao, odnosno radno mjesto podrazu-
mijeva (Pordevi¢-Boljanovi¢ i Pavi¢, 2011,
str. 74). Procjena posla sluzi za utvrdivanje
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Gerhart, Minkoft and Olsen, 1995), as well
as the productivity of the employees (Bish-
op, 1987) are also very important.

If designed reward system in the or-
ganization is not objective, a number of
problems such as absenteeism, strikes and
a lack of engagement on executing tasks
usually occur (Stangl-Susnjar and Ziman-
ji, 2005, p. 314).

ELEMENTS OF THE EMPLOYEE
REWARD SYSTEM

Since rewards represent the total earnings
or charges that employees receive from their
employer in exchange for their work, various
forms of rewards can be found in the organi-
zations. Although different organizations use
different reward systems, all rewards can be
classified into two basic groups: tangible (ma-
terial) and intangible (non-material) (Vidak-
ovi¢, 2012). Material or financial rewards are
the basis of a reward system. They include all
the material rewards that employed workers
receive from their employers and include a
variety of direct and indirect forms of remu-
neration. When it comes to direct material re-
wards, they include all types of rewards that
employees receive in cash. Direct material re-
wards are basic pay, increase of the basic pay
to maintain purchasing power and incentives.

The basic pay is the most important compo-
nent of the reward system. It is individual com-
pensation or money that an employer is obliged
to pay to the employee for work done in a given
time, regardless of its effect (Ili¢, 2014, p. 283).
To create a pay system various tools such as:
actualized job description, job evaluation, data
on wages in the labor market and the pay struc-
ture are commonly used (Cascio, 2013, p. 423).
Job description and job specification are results
of the job analysis process which is used to de-
fine all tasks that are performed in an organiza-
tion, as well as the duties, responsibilities, tasks
and demands that every business or workplace
needs (Pordevi¢-Boljanovi¢ and Pavi¢, 2011, p.
74). Evaluation of work is used to determine the
relative value of different jobs within an organ-
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relativne vrijednosti razli¢itih poslova unu-
tar jedne organizacije sa ciljem da se utvrdi
struktura placanja, kao i razlike u osnovnoj
plati za poslove razliCitih zahtjeva i slozenosti
(Bahtijarevi¢-Siber, 1999, str. 619). Podaci o
platama dobijaju se analizom situacije na tr-
7iStu rada, a prilikom konstruisanja strukture
plata preduzecu stoje na raspolaganju tradici-
onalni i savremeni pristupi (Stangl-Su$njar i
Zimanji, 2005, str. 316). Tradicionalni pristup
podrazumijeva procjenu posla i orijentisan je
na posao, dok je savremeni pristup usmjeren
na ljude, s obzirom na to da se svodi na pro-
cjenu znanja i vjestina zaposlenih radnika.

Pored osnovne plate u direktne materijalne
naknade spada i povecanje osnovne plate putem
kojeg se obezbjeduje odrzavanje kupovne moéi
u dugom roku kroz trajno povecanje osnovne
plate na osnovu izabranog pokazatelja.

Treci oblik materijalnih naknada jesu stimu-
lacije, odnosno naknade koje su bazirane na
rezultatima, performansama ili ucinku, a koje
imaju za cilj da motiviSu zaposlene da ostva-
ruju rezultate iznad ocekivanja. Razli¢iti oblici
kratkoro¢nih i dugoro¢nih stimulacija ne pred-
stavljaju stalna primanja iz razloga §to se one
baziraju na doprinosu koji pojedinac ili grupa
ima za ostvarivanje postavljenih ciljeva. Sti-
mulacije se najcesce klasifikuju na tri grupe u
koje se ubrajaju razli¢ite individualne, grupne
1 organizacione naknade (Ili¢, 2014, str. 300).
Individualne stimulacije rezultat su pojedinac-
nog radnog doprinosa i naj¢es¢e obuhvataju:
placanje po ucinku, poviSice, bonuse, pro-
vizije 1 posebne nagrade. Pla¢anje po ucinku
vrsi se u situaciji kada je ostvareni ucinak veci
od planiranog, pri ¢emu se uc¢inak moze mje-
riti na osnovu broja ostvarenih jedinica proi-
zvoda ili na osnovu vremenske norme (Koss,
2008). Povisice jesu naknade koje se utvrduju
na osnovu ostvarenih individualnih rezultata i
isplacuju u fiksnom iznosu ili kao proporcio-
nalni dio osnovne plate jednom u toku godi-
ne. Bonusi takode predstavljaju jednokratne
naknade koje se isplac¢uju na kraju poslovne
godine u slucaju kada se ostvare definisani
ciljevi. Provizije se odnose na naknade u po-
slovima prodaje i utvrduju se kao procenat od

ization. The purpose of this process is to deter-
mine the structure of the payments, as well as to
determine differences in the basic pay for jobs of
different requirements and complexity (Bahti-
jarevi¢-Siber, 1999, p. 619). Data on earnings
are obtained by analyzing the situation at the la-
bor market. While constructing the pay structure
traditional and modern approaches are available
(Stangl-Susnjar and Zimanji, 2005, p. 316). The
traditional approach involves assessment of the
job and it is focused on the job, while the mod-
ern approach focuses on people, since it comes
down to assessment of the knowledge and skills
of employees.

In addition to the basic pay, direct material re-
ward includes the increase of the basic pay which
has direct impact on maintaining purchase power
in the long run. This includes the increase of the
basic pay based upon selected indicators.

The third form of material rewards are in-
centives or rewards that are based on the re-
sults or performance. Their aim is to motivate
employees to achieve results beyond expecta-
tions. Various forms of short-term and long-
term incentives do not represent a permanent
or regular income because they are based upon
the contribution of an individual or group for
achieving the set goals. Incentives are usually
classified into three groups that include a vari-
ety of individual, group and organizational re-
wards (Ili¢, 2014, p. 300). Individual incentives
are the result of individual work contribution,
and most often include performance-related
pay, raises, bonuses, commissions and special
prizes. Performance-based pay is performed in
a situation where the achieved output is great-
er than planned, whereby the output can be
measured with the number of products or on
the basis of the time norm (Koss, 2008). Raises
are rewards that are determined on the basis of
achieved individual results and are paid once a
year as fixed amount or as a proportion of the
basic pay. Bonuses are also a one-time rewards
which are paid at the end of the financial year
in the case where defined goals are achieved.
Commissions relate to rewards in sales and
they are determined as a percentage of the total
number of sales in monetary terms. The one-
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ukupnog broja ostvarenih prodaja u nov€anom
iznosu. U jednokratne stimulacije ubrajaju se 1
posebne nagrade koje se isplacuju kao rezultat
vaznog dostignuca ili uloZenog napora, a ko-
jim se kod zaposlenih podsti¢e inovativnost 1
ulaganje natprosje¢nog napora (Bogicevi¢-Mi-
liki¢, 2008, str. 320). Kada su u pitanju grupne
stimulacije, one predstavljaju naknade koje se
dodjeljuju grupama u organizaciji sa ciljem da
se poveca produktivnost, radni moral, pobolj-
Sa inovativnost, timski rad, kao 1 meduljudski
odnosi. Koriste se u situacijama kada se poje-
dinacni u¢inak teSko moze izraCunati, a odnose
se na ucesce u koristima, odnosno ustedama.
Grupne stimulacije jesu varijabilni dodatak na
platu koji se najc¢esc¢e isplacuje na kraju mje-
seca. Stimulacije na nivou organizacije odno-
se se na nagradivanje svih zaposlenih radnika
iz zajednic¢kog fonda na kraju godine, ¢ime se
zaposleni stimuliSu za postizanje $to boljih re-
zultata. U ovu grupu spadaju stimulacije u vezi
sa uces¢em u profitu i uces¢em u vlasnistvu.
Podjela profita jeste oblik nagradivanja zapo-
slenih za ostvareno poboljSanje rezultata po-
slovanja, odnosno za povecanje profita iznad
definisanog nivoa, pri ¢em se iznos povecanja
dijeli zaposlenima (Stangl Susnjar i Zimanji,
2005, str. 334). Sa druge strane ucesc¢e u vla-
sniStvu podrazumijeva podjelu akcija zaposle-
nima ¢ime se oni vezuju za uspjeh i ostvariva-
nje ciljeva organizacije.

Beneficije predstavljaju indirektne materijal-
ne nagrade i ¢ine dodatne naknade koje zapo-
sleni dobijaju kao nadoknadu za ¢lanstvo u or-
ganizacijama. One se odnose na razliite koristi
1 povlastice i predstavljaju neobavezan i dobro-
voljni izdatak organizacije (Ili¢, 2014, str. 317).
Ova vrsta nagrada obuhvata razli¢ite novc¢ane i
nenovcane naknade ¢ija je svrha da se obezbi-
jedi sigurnost za zaposlene i njihove porodice,
odnosno da se zaposleni zastite od razli¢itih
rizika (Martocchio, 2008, str. 6). Beneficije se
najcescée koriste za privlacenje visokokvalifiko-
vanih radnika sa potrebnim znanjima i vjesti-
nama. Dodatni razlog zbog kojeg su beneficije
pozeljne od strane poslodavaca jeste izbjegava-
nje placanja poreza s obzirom na to da vecina
beneficija nije oporezovana ili je oporezovana
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time incentives include special rewards that are
paid out as a result of important achievements
or invested effort. This kind of reward encour-
ages innovation and investment above average
effort (Bogi¢evi¢-Miliki¢, 2008, p. 320). When
it comes to group incentives, they include re-
wards that are given to groups in the organi-
zation with the aim to increase productivity
and morale, to improve innovation, teamwork
and interpersonal relationships. They are used
in situations where individual performance is
difficult to calculate and are related to partici-
pation in the benefits or savings. Group incen-
tives are variable addition to pay and are usual-
ly paid at the end of the month. The incentives
on organization level relate to the rewarding
of all employees from the mutual fund. They
encourage employees to achieve better results
and are paid at the end of the year. This group
includes incentives in connection with partici-
pation in profits and participation in property.
Profit sharing is a form of reward for achieved
improvement of the results of operations or
for increase in profits above a defined level,
whereby the amount of the increase is shared
to employees (Stangl Susnjar and Zimanji,
2005, p. 334). On the other hand participation
in property implies the division of shares to
employees. In this way employees are linked
to the success and achievement of the objec-
tives of the organization.

Benefits are indirect material rewards or
additional rewards that employees receive
as compensation for membership in organ-
izations. They relate to a variety of benefits
and privileges and are optional and volun-
tary outlay for organizations (Ili¢, 2014, p.
317). This type of reward includes various
monetary and non-monetary rewards whose
purpose is to provide security for employees
and their families and to protect employees
from various risks (Martocchio, 2008, p. 6).
The benefits are most commonly used to at-
tract highly skilled workers with necessary
knowledge and skills. Another reason why
the benefits are desired by employers is tax
avoidance considering that most of benefits
are not taxed or are taxed at a rate that is
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stopom koja je niza od stope poreza na plate.
Regulisanje beneficija vrsi se na osnovu zakona
kojima se propisuje obavezan minumum, dok se
pomocu kolektivnog ugovora, pravilnika o radu
i drugih opstih akata utvrduje njihov stvarni
okvir (Bahtijarevi¢-Siber, 1999). Iako u litera-
turi postoje razlicite klasifikacije beneficija, one
se mogu klasifikovati u tri grupe i to: beneficije
zastite zaposlenih, beneficije slobodnog vreme-
na 1 ostale beneficije 1 pogodnosti (Ili¢, 2014).
Prvu grupu cine beneficije zastite zaposlenih
kojima se Zeli posti¢i materijalna i socijalna si-
gurnost i zdravstvena zastita zaposlenih radnika
u toku radnog vijeka i penzije. Ove beneficije
podrazumijevaju uplate doprinosa u korist odre-
denih fondova kao §to su: penzijsko invalidsko
osiguranje, zdravstveno, socijalno i1 Zivotno
osiguranje, kao 1 osiguranje zaposlenih za slu-
Caj privremene nezaposlenosti (WorldatWor,
2007). Beneficije slobodnog vremena jesu be-
neficije koje su vezane za odsustvovanje sa po-
sla od strane zaposlenih koji rade puno radno
vrijeme. Predstavljaju najveci trosak za poslo-
davca, a najzastupljenije beneficije iz ove grupe
jesu placena odsustva u koja se ubrajaju: godis-
nji odmori, neradni dani, praznici, bolovanja,
odsustva zbog naucnog rada ili specijalizacije,
porodiljsko odsustvo, osiguranje za nezaposle-
ne, otpremnina, itd. (Dessler, 2007, str. 232).
Osim plac¢enog odsustva u beneficije slobodnog
vremena ubraja se 1 neplaceno odsustvo. Pored
navedenih beneficija, poslodavci Cesto nude i
niz razli¢itih usluga ili pogodnosti koje zapo-
sleni imaju, a u koje se ubrajaju: naknade za
troskove prevoza, ishrane, rekreacije, parkinga,
sluzbenih putovanja, mjesta stanovanja, brige o
djeci 1 starima, subvencije za obrazovanje, i sl.
(Noe, Hollenbeck, Gerhart i Wright, 2000).

Sistem nagradivanja zaposlenih u jednoj or-
ganizaciji pored materijalnih nagrada mora da
ukljucuje i brojne nematerijalne nagrade ko-
jima se zadovoljavaju odredene potrebe ljudi
u organizaciji. Grupu nematerijalnih ili nefi-
nansijskih nagrada predstavljaju razli¢ite psi-
holoske nagrade za koje zaposleni vjeruju da
ih dobijaju na poslu. One obuhvataju posto-
vanje, izazovan posao, status, Sanse za razvoj
i sl. (Rousseau, 1995). Ove nagrade nastaju

lower than the rate of income tax. Regulation
of benefits shall be based on the law which
regulates mandatory minimum, while their
actual frame is determined by collective
agreement and other general acts (Bahtijare-
vié-Siber, 1999). There are different clas-
sifications of benefits in the literature, but
they can be classified into three groups: the
employee protection benefits, the free time
benefits and other benefits and advantages
(I1i¢, 2014). First group consists of employ-
ee protection benefits which achieve mate-
rial and social security and health care of
employees during their working life and re-
tirement. These benefits include payment of
contributions on behalf of certain funds such
as pension and disability insurance, health,
social and life insurance as well as insurance
for employees in case of temporary unem-
ployment (WorldatWor, 2007). The free time
benefits are the benefits that are related to
absence from work by employees who work
full-time. They represent the largest cost for
the employer. Most fequent benefits from
this group are compensated absences which
include: vacations, days off, holidays, sick
leave, specialization, maternity leave, unem-
ployment insurance, retirement, etc. (Dess-
ler, 2007, p. 232). Besides paid absence un-
paid absence is also included in the benefits
of free time. In addition to these benefits,
employers often offer a variety of services
and benefits for employees which include:
compensation for the cost of transportation,
food, recreation, parking, business trips, res-
idence, children and the elderly care, subsi-
dies for education, etc. (Noe, Hollenbeck,
Gerhart and Wright, 2006).

In addition to material rewards the employ-
ee reward system must include a number of
intangible rewards that meet the specific
needs of the people in the organization. The
group of intangible or non-financial rewards
includes different psychological rewards for
employees who believe that they receive
these rewards at work. They include respect,
challenging job, status, chances for devel-
opment and etc (Rousseau, 1995). These re-
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kao rezultat nematerijalnih strategija motivi-
sanja kao Sto su: dizajniranje posla, stil me-
nadZmenta, participacija, upravljanje pomocu
ciljeva, fleksibilno radno vrijeme 1 programi,
priznanje, organizacijska kultura, usavrSava-
nje, razvoj karijere i dr. Ove nagrade zajedno
sa materijalnim nagradama cine cjelovit si-
stem nagradivanja u organizaciji (Bahtijare-
vi¢-Siber, 1999, str. 668).

ZAKLJUCAK

Kada se posmatraju razliciti poslovni siste-
mi §irom svijeta, moZe se uociti da znacajnu
ulogu za uspjesno poslovanje svakako imaju i
aktivnosti iz domena upravljanja ljudskim re-
sursima, odnosno menadzment ljudskih resur-
sa. Kako u organizaciji postoji odnos razmje-
ne izmedu poslodavca i1 zaposlenih radnika,
za uloZeni rad i obavljanje aktivnosti zaposle-
ni dobijaju razli¢ite naknade. S obzirom na to
da su naknade jedan od uzroka pridruzivanja
razli€itim organizacijama, aktivnost nagra-
divanja ima veliki znacaj za zaposlene. Kao
rezultat ove aktivnosti u organizaciji se kreira
odgovarajuci sistem nagradivanja.

U ovom radu polazi se od problema uloge 1
znacaja sistema nagradivanja zaposlenih u or-
ganizacijama, odnosno od prednosti koje ade-
kvatno dizajniran sistem nagradivanja nosi
sa sobom. Rezultati analize pokazali su da
kreirani sistem nagradivanja moze da donese
brojne prednosti organizaciji, pa je na osnovu
dobijenih rezultata dokazana glavna hipoteza
kojom se tvrdi da adekvatno dizajniran sistem
nagradivanja zaposlenih predstavlja vazan
izvor motivacije i donosi organizaciji brojne
prednosti, ¢cime se ona prihvata kao istinita.
Na osnovu svega navedenog moze se zaklju-
Citi da se odgovarajuéi sistem nagradivanja
zaposlenih smatra jako pozeljnim i znacajnim
za radnu snagu jer direktno uti¢e na zivotni
standard zaposlenih radnika, odrzava stanje
radne atmosfere i dobrih meduljudskih odno-
sa, §to ¢e u krajnjem cilju dovesti i do uspjes-
nog poslovanja i ostvarenja postavljenih cilje-
va u organizaciji.
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wards are the result of intangible strategies of
motivation such as: job design, management
style, participation, management by objec-
tives, flexible working hours and programs,
recognition, organizational culture, training,
career development and others. Together with
material rewards, these rewards constitute a
full reward system in organization (Bahtijare-
vié-Siber, 1999, p. 668).

CONCLUSION

When considering different business sys-
tems around the world, it can be seen that
activities in the field of human resource
management have an important role for
successful business. As there is a relation-
ship of exchange between the employer and
employees in organizations, employees re-
ceive different rewards for their work and
performance. Since the rewards are one of
the causes for joining various organizations,
activity of rewarding has a great significance
for employees. As a result of these activities
an appropriate reward system is created in
the organization.

Starting from the problem of the role and
importance of the employee reward system,
the focus of this paper is on the benefits that
a properly designed system brings to organ-
izations. Results of the analysis showed that
created reward system can bring many ben-
efits to organization. Based upon obtained
results main hypothesis that claims that a
properly designed reward system is an im-
portant source of motivation which brings
many benefits to organization is proven and
accepted as true. Based on the above, it can
be concluded that the appropriate employee
reward system is considered as very desira-
ble and important for the workforce because
it directly affects the living standards of
workers, maintains the working atmosphere
and good interpersonal relations, which will
ultimately lead to the successful business
and achievement of the set objectives in the
organizations.
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